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I. Purpose

The purpose of this directive is to educate employees in the recognition and prevention of illegal workplace harassment; to provide effective means of eliminating such harassment in the workplace; to establish proper reporting procedures for reporting instances of sexual and other types of harassment; and to define and discourage incidents of harassment behaviors and unlawful retaliation upon complainants through strict and immediate disciplinary actions.

II. Policy

It is the policy of the LaGrange Police Department that harassment of applicants and employees on the basis of race, religion, color, national origin, ancestry, handicap, medical condition, pregnancy, disability, marital status, age, sexual orientation, and sex, including sexual harassment, whether minor or pervasive, is unacceptable and will not be tolerated. Such conduct is unlawful under Title VII of the 1964 Civil Rights Act. It is the policy of the LaGrange Police Department to promote a productive work environment and not tolerate verbal or physical conduct by any employee that harasses, disrupts, offends, or interferes with another’s work performance, or that creates intimidating, offensive, or hostile environment.

This policy applies to all employees. It covers harassment by employees, including supervisors and management, customers, vendors, or other third parties with whom the department has business associations.

Each supervisor and manager has a responsibility to keep the workplace free from any form of offensive behavior or harassment, and in particular, sexual harassment. Supervisors and managers also have the responsibility to take appropriate action to discourage and prevent any incidents of offensive statements made in their presence, before they develop into formal complaints.

Employees are expected to maintain and contribute to a productive work environment. No form of harassment will be tolerated from employees or other third parties, and all employees have a responsibility to promptly report any form of unwelcome harassment that they are exposed to, whether or not it is directed specifically at said employee. 

III. Definitions/Prohibited Conduct

Sexual harassment is defined by law and includes requests for sexual favors, sexual advances, or other sexual conduct when: (a) submission is either explicitly or implicitly a condition of affecting employment decisions; (b) the behavior is sufficiently severe or pervasive as to create an intimidating, hostile, or repugnant environment; or (c) the behavior persists despite objection by the person to whom the conduct is directed. Generally speaking, there are two types of sexual harassment as defined by EEOC guidelines:

1). Hostile environment  - a hostile environment includes unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature. A hostile environment with respect to sexual harassment occurs when such conduct has the purpose or effect of unreasonably interfering with an individual’s work, or creating an intimidating, hostile, or offensive working environment. In addition, a hostile environment occurs when unwelcome sexually harassing conduct is so severe, persistent, or pervasive that it affects a person's ability to participate in or benefit from employment opportunities or activities, or creates an intimidating, threatening, or abusive environment.

2). Quid Pro Quo – unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature constitutes “quid pro quo” sexual harassment when: (a) submission to such conduct is made either explicitly or implicitly a term or condition of an individual’s status as an employee; or (b) submission to or rejection of such conduct by an individual is used as the basis for employment decisions affecting said individual. Quid pro quo harassment may also occur when an employee is led to believe that he or she must submit to unwelcome sexual conduct in order to receive a certain condition or benefit of employment or employment activity. In addition, this type of sexual harassment occurs whenever an employee is led to believe that anyone in a supervisory position will make an employment decision based on whether or not the individual submits to the unwelcome sexual conduct.

While these are just some examples of overt behaviors, sexual harassment can also occur in more subtle forms, and it can occur from persons either of opposite or of the same gender. The violation is based upon the interpretation of conduct by an individual. Denial of one’s intent of unwanted sexual behavior is not an appropriate defense for a sexual harassment complaint at the LaGrange Police Department.

The following descriptions, while not all-inclusive, are behaviors which may constitute sexual harassment, if the behavior is persistent and unwelcome:

Unwanted sexual statements – sexual or ‘dirty’ jokes; spreading rumors about or rating others as to sexual activity or performance; discussing one’s sexual activity in the presence of others, or in an area where others may overhear; displaying or distributing sexually explicit pictures or drawings; reoccurring inappropriate remarks of a sexual nature, lewd comments, offensive or inappropriate personal questions, or any remarks relating to offensive personal references, demeaning, insulting, intimidating or any other type of sexually suggestive material that is written, recorded, or electronically transmitted messages or computer displays, etc.

Any of the above conduct, or other offensive conduct directed at individuals because of their race, sex, sexual orientation, age, national origin, religion, disability, pregnancy, or marital status is also prohibited.
Unwanted personal attention – letters, phone calls, visits, and pressure for sexual favors, meetings, or dates where a sexual/romantic intent appears evident, but remains unwanted, etc.

Unwanted physical or sexual advances – touching, hugging, kissing, fondling, or touching oneself sexually for others to view, intercourse, or other sexual activity, etc.

Workplace harassment is defined as an unwelcome verbal, written, or physical conduct that either defames or demonstrates hostility or aversion towards a person on the basis of race, color, national origin, age, sex, pregnancy, marital status, sexual orientation, disability, or religion. Disability, marital status or pregnancy that: 1) has the purpose or effect of creating an intimidating, humiliating, hostile or offensive work environment; 2) has the purpose or effect of unreasonably interfering with an employee’s work performance; or 3) affects an employee’s employment opportunities or compensation.

Retaliation involves overt or covert acts of reprisal, interference, restraint, penalty, discrimination, intimidation, or harassment against an individual or group exercising their rights under this policy. 


Verbal or physical conduct of a sexual or discriminatory nature while at work is prohibited regardless of the parties’ consent. This includes one making derogatory remarks about one’s own ethnicity or protected class for the purpose of humor. Violations will subject the employee to discipline.


Workplace harassment can occur in a variety of circumstances, including, but not limited to the following:

· The victim as well as the harasser may be a woman or a man. 

· The victim does not have to be of the opposite sex.

· The harasser can be the victim’s supervisor, an agent of the employer, a supervisor in another division, a co-worker, or a non-employee.

· The victim does not have t be the person directly harassed, but could be anyone affected by the offensive conduct.

· Harassment can occur by a trainer making a mockery of the subject matter.

· The conduct must be unwelcome to any person exposed to such.

The Workplace is not only the building in which one works, but it is also extended to places where employees are sent for official work business, such as an off-site training facilities, the pistol range, etc. 

Third parties include all other persons who have business interactions with departmental employees. Such individuals include, but are not limited to:

· Customers, including applicants for employment

· vendors

· contractors

· interns

· volunteers.
IV.
Reporting Procedures

A.
If an employee or third party feels he/she has been the victim of workplace harassment by another employee, supervisor, manager, or third party, however minor, he/she may complain to any supervisor of their choice, as all supervisors are designated to receive such complaints. Employees and third parties are encouraged to report incidents of workplace or potential workplace harassment as soon as possible after the incident occurs. That supervisor shall immediately notify the Chief of Police and the Office of Professional Standards, and the offender’s supervisor. If the offender works on the same shift and in the same division as the victim, the offender will immediately be reassigned until the conclusion of the investigation. The Office of Professional Standards will then be responsible for the investigation, and upon its conclusion, will notify the Chief of Police of the results. If the employee feels that he/she has been harassed by someone in their direct chain of command, they may either complain through the Grievance and Appeals Procedure outlined in Policy No. 3.02; directly to the Human Resource Director; or directly to the Office of Professional Standards. Under no circumstances shall the individual alleging harassment be required to file a complaint with the alleged harasser. 

B. If a complaint is filed through the employee Grievance and Appeal Procedure, the Human Resource Director is to be notified immediately and will take part in the investigation.  If the complaint is filed directly with the Human Resource Director, he shall be responsible for the investigation.

C. Employees and third parties who make complaints of workplace harassment, or those who provide information related to such complaints during the course of an investigation, will be protected against retaliation. If any form of retaliation occurs, the employee(s) should report the retaliation utilizing the harassment complaint procedure.


D.
Complaints of harassment shall be handled and investigated promptly, and as impartial and confidential a manner as possible. Employees are required to cooperate in any investigation and maintain confidentiality by only discussing the complaint with those conducting the investigation. A timely resolution of each complaint should be reached and communicated to the parties involved.

E.
In furtherance of this policy, supervisory employees will not have social relationships of a sexual nature with employees under their direct line of supervision.

Supervisory employees will not allow personal friendships or social relationships, on or off the job, to influence their treatment of subordinate employees or their employment decisions.

F.
Agency managers and supervisors are required to:

· Stop any workplace harassment of which they are aware, whether or not a complaint has been made;

· Express strong disapproval of all forms of workplace harassment;

· Stop any acts that they see or hear that may be considered workplace harassment, and take appropriate actions to intervene;

· Take immediate action to prevent retaliation towards the complaining party or any participant in an investigation; and

· Take immediate action to eliminate any hostile work environment where there has been a complaint of workplace harassment. Immediate action taken by supervisors shall not involve delegating the situation to an employee of lesser rank or to a non-ranking employee.
V. Discipline 

A. Any employee, supervisor, or manager who engages in conduct which violates the harassment policy will be subject to appropriate disciplinary action, which may include reassignment, suspension, demotion, up to and including termination.


B.
Managers and/or supervisors who allow workplace harassment to continue or fail to take corrective action upon becoming aware of the harassment may be considered a party to the offense, and subject to the same type of disciplinary actions or one who engaged in the behavior, even though they may not have engaged in the behavior. 

_____________________________________                                         
Louis M. Dekmar                Date

Chief of Police
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